Background While much is known about the effect of work stress on an employee's home life, less is known about the opposite effect, that of domestic worries upon work performance.
Introduction
The effects of work stress on an employee's home life or work to family conflict (WFC) are well investigated, but less is known of the effect of family to work conflict (FWC) on work where FWC includes family and other domestic stressors not related to care giving such as financial, relationship, legal and housing issues [1, 2] .
Demerouti postulated that time is required to recover from work activities. If this does not happen at home, fatigue accumulates reducing concentration and increasing anxiety [3] . Employers cannot eliminate domestic stressors, but could they help employees to cope to mutual advantage [4] ? Is an employee assistance programme (EAP) effective in these circumstances?
Home or work social support reduces stress in all domains [5] , with workplace supervisors, an important factor [1] . Workplace support may also come from human resources (HR), occupational health (OH) and EAPs. This study investigated how these were perceived by a workforce, many of whom were business travellers.
Methods
All employees at a UK private sector research and development plant were surveyed using an anonymized online questionnaire. The company provided in-house OH and access for employees and their families to an external EAP, covering personal, financial, legal and work issues. The University of Manchester provided ethics 
Results
There were 165 respondents (response rate 58%) of whom 78% were male. Respondents were representative of the study population (n = 286) in regards to age and gender and similar to the background population regarding caring responsibilities but not gender or education [6] . Overall 37% of men and 49% of women reported FWC affecting work performance within the previous year, with fatigue, irritability, reduced concentration and decision making. The effect was strongest in those with non-care-giving related stressors (P < 0.05). FWC had caused absence from work during the previous 5 years in 64% of men and 72% of women. Overall, absences were ascribed to holiday entitlement (34%), flexitime (24%), compassionate leave (20%), sick leave (12%), unpaid leave (7%) and other (3%). Those reporting high levels of home stress (27% of women and 17% of men) were more likely to respond positively to the question 'Do you ever come to work for a rest?' (P < 0.01). Within the respondents, 86% of men and 65% of women were business travellers, of whom 27% of men and 11% of women travelled frequently (>10 trips/year). FWC had caused a business trip curtailment in 13% of both sexes and 29% of men and 17% of women felt FWC had affected their work performance while travelling. Those reporting FWC affecting work performance were more likely to be frequent travellers (P < 0.05). Perceived support from managers and colleagues was consistent across WFC and FWC. Supervisor support was helpful to 58%, with 52% citing colleague support, 31% OH, 15% EAP and 14% HR. Travellers with FWC affecting work performance found colleague (P < 0.05), line-manager (P < 0.05) and OH (p<0.01) support helpful. For those who had had to curtail business travel OH was also helpful (P < 0.05) ( Table 1) . Only 53% knew of the EAP, 19% had used it personally, (58% of whom were female) and 2% knew relatives who had used it. 30% of all females had sought advice from the EAP versus 6% of men (P < 0.01) ( Table 2 ). Of EAP users 53% sought legal advice, 32% counselling, 11% financial advice and 11% 'other' and 70% found the EAP helpful.
Discussion
This study found that domestic stressors affected performance and absence particularly among business travellers. The link between frequency of travel and the effect of FWC was statistically significant. Unexpectedly, non-care-giving stressors were found to have a significant effect in this group. Line managers and colleagues were the leading sources of support. OH and the EAP were underutilized. There was a correlation between increasing personal FWC and the use of work as a respite. Limitations of the study include its small size, lack of a validated questionnaire and the confounding effect of stress caused by business travel. However a good response rate (58%) was obtained. This study supports previous research findings that domestic stress was highest in non-travellers; however, frequent travellers were the group most affected by it [7, 8] . The gender difference in EAP usage is compatible with previous research [9] . The concept of 'good work being good for you' [10] is supported by the study findings; however it does raise the question of presenteeism.
EAPs are ideally placed to assist employees with noncare-giving domestic stressors, e.g. financial, housing and relationships. There is a reluctance to discuss these with colleagues and managers and the impact on work ability may be a hidden problem. Striker et al. [8] , have suggested methods to help business travellers including the use of travel medicine specialists. This study suggests that both an in house OH department and EAP may be worthy of promoting in this role. The use of the EAP by family members may be helpful in alleviating stressors in employees while travelling. The study raises a number of questions including the effect that domestic stressors have on an employee's performance and the importance or otherwise of presenteeism and if there is additional value to the employee and employer of a holistic approach to business travel health and well-being. Family to work conflict is a hidden problem particularly among business travellers which is worthy of further attention to minimize the effect that this has on performance at work.
Key points
• This study found that domestic stressors, especially those not related to care giving roles, had an effect on reported performance especially in business travellers.
• The main support for workers came from linemanagers and colleagues but employee assistance programmes and in-house occupational health have the potential to offer professional holistic independent help with all aspects of family to work conflict.
• The question 'Do you ever come to work for a rest?' has the potential to be a simple screening tool for family to work conflict.
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